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摘  要 
如何成為一位有自信且高效能的領導者是從事教育工作者所關心的。本文介紹三
種與領導相關的理論。交互理論認為有自信的人能執行高效能的領導。行為主義則認
為成功的領導是可學習的行為。領導者—成員交換理論認為上司與下屬間有雙向的互
動關係。總之，成功的領導帶來教育機構的持續成長和成就。 
關鍵詞：教育領導、交互理論、行為主義、領導者—成員```交換理論 
Keywords: educational leadership; reciprocal determinism; behavior theory; leader-member 
exchange theory of leadership 
 
Rational  
Private and public school heads are 
confronted with various concerns which 
are geared to achieve both important and 
immediate goals. Concerns like 
improving quality instruction, upgrading 
and maintaining school equipment and 
facilities, discipline and classroom 
management. These concerns require 
high level of self-confidence and 
outstanding leadership skills to carry out 
the objectives of their offices.  
The socio-psychological concept of 
self-confidence relates to self-
assuredness in the leaders judgment, 
ability, power, etc., sometimes 
manifested excessively. Self confidence 
is the difference between feeling 
unstoppable and feeling scared out of 
their wits. Their perception of 
themselves has an enormous impact on 
how others perceive them. Perception is 
reality-the more self confidence they 
have, the more likely it is they will 
succeed (www.pickthebrain.com.) 
Although many of the factors 
affecting self confidence are beyond 
their control, there are a number of 
things they can consciously do to build 
self confidence. By employing strategies 
they can get the mental edge they need 
to reach their potential. 
In times of carry out important goals 
and change in the organization, every 
educational leader will be called upon to 
lead change in their groups. Self-
confidence and leadership skills should 
be on its high peak because enormous 
challenges and possibilities will happen. 
Educational leaders are expected to 
manage the transition of individual work 
groups. Subordinates and colleagues 
wait for their leaders to tell them what to 
do, but communication between top 
executives and middle mangers often is 
poor and there is no strategy to 
effectively announce and implement 
change. 
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Theoretical Background 
Reciprocal Determinism 
This article is anchored on the 
theories of reciprocal determinism and 
behavioral leadership theories. 
Reciprocal determinism is a theory that 
initially sets forth the proposition that 
co-jointly; a person's behavior and the 
social environment create a dialectic that 
determine the transformative 
adaptability of the ego. Bandura accepts 
the possibility of an individual's 
behavior being conditioned through the 
use of consequences. At the same time 
he asserts that a person's behavior (and 
personal factors, such as cognitive skills 
or attitudes) can impact the environment. 
These skill sets result in an under or 
over compensated ego that, for all 
creative purposes are too strong or too 
weak to focus on pure outcome (Doyle 
& Myers, 1999). 
An example of Bandura’s 
reciprocal determinism is when a child 
is acting out in school. The child 
subjective social paradigm isn't being 
addressed in school therefore he/she acts 
out in class. This results in teachers and 
administrators of the school disliking 
having the child around. When 
confronted by the situation, the child 
presumes, rightly so, that what the 
school promotes is essentially, at best, 
second rate for what it is requiring of 
him. This results in the child acting 
inappropriately, forcing the 
administrators who dislike having 
him/her around to create a more 
personal environment for children of this 
stature, or risk the estrangement of a 
creative mind. Each behavioral and 
environmental factor must coincide with 
the child’s personal potential or the 
process alienates the creative child along 
with the children at the other end of the 
bell curve, which results in a continuous 
battle on three different levels, and two 
diverse fields. The basis of reciprocal 
determinism should transform individual 
behavior by allowing subjective thought 
processes transparency when contrasted 
with cognitive, environmental, and 
external social stimulus events. 
Reciprocal determinism is the idea that 
behavior is controlled or determined by 
the individual, through cognitive 
processes, and by the environment, 
through external social stimulus events 
(Doyle & Myers, 1999). 
Mowday (1979) notes that self-
confidence can be viewed as a belief in 
one’s ability to successfully influence an 
outcome that is, a belief that one’s 
efforts can produce results. Thus, it 
might be suggested that an individual 
with high self-confidence possesses a 
strong generalized self-efficacy. Homer 
(in the Odyssesy) suggests to us that 
self-confidence (i.e., a belief in one’s 
self) is a precursor to strong and 
effective leadership. In addition, it is 
suggested that Mentor’s sense of 
confidence and vision was contagious, 
empowering Telemachus to become, 
himself, an effective leader. The higher 
your score the stronger your expressed 
sense of generalized self-efficacy, and 
the lower your score the weaker the 
assessment of your generalized self-
efficacy. 
Behavior Theory of leadership 
Further, leadership is also anchored 
on the behavioral theory of leadership. A 
behavioral theory is relatively easy to 
develop, as you simply assess both 
leadership success and the actions of 
leaders. With a large enough study, you 
can then correlate statistically significant 
behaviors with success. You can also 
identify behaviors which contribute to 
failure, thus adding a second layer of 
understanding (Kreitner and Kinicki, 
2004). 
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Leaders can be made, rather than 
are born. Successful leadership is based 
in definable, learnable behavior. 
Behavioral theories of leadership do not 
seek inborn traits or capabilities. Rather, 
they look at what leaders actually do. If 
success can be defined in terms of 
describable actions, then it should be 
relatively easy for other people to act in 
the same way. This is easier to teach and 
learn then to adopt the more ephemeral 
'traits' or 'capabilities'. Behavioral is a 
big leap from Trait Theory, in that it 
assumes that leadership capability can 
be learned, rather than being inherent. 
This opens the floodgates to leadership 
development, as opposed to simple 
psychometric assessment that sorts those 
with leadership potential from those who 
will never have the chance. 
Leaders influence others because of 
the power they possess. Power may be 
classified as (1) legitimate, (2) reward, 
(3) coercive, (4) referent, and (5) expert. 
In developing leaders, certain leadership 
traits have been identified by researchers 
as useful signs. Leaders need to have 
technical, human, and conceptual skills 
to be effective (Medina, 2006). Leaders 
often develop relationships with each 
member of the group that they lead, and 
Leader-Member Exchange Theory 
explains how those relationships with 
various members can develop in unique 
ways. 
Leader-member Exchange Theory of 
Leadership 
The leader-member exchange 
theory of leadership focuses on the two-
way relationship between supervisors 
and subordinates. These are not the only 
2. Also known as LMX, LMET or 
Vertical Dyad Linkage Theory, leader-
member exchange focuses on increasing 
organizational success by creating 
positive relations between the leader and 
subordinate (Kreitner and Kinicki, 2004). 
In particular, leaders usually have 
special relationships with an inner circle 
of assistants and advisors, who often get 
high levels of responsibility and access 
to resources. This is often called the “in-
group,” and their position can come with 
a price. These employees work harder, 
are more committed to task objectives, 
and share more administrative duties. 
They are also expected to be totally 
committed and loyal to their leader. 
Conversely, subordinates in the “out-
group" are given low levels of choice or 
influence and put constraints on the 
leader. 
These relationships start very soon 
after a person joins a team and follows 
these three stages:  
1.Role-taking: The member joins the 
team and the leader evaluates his or her 
abilities and talents. Based on this, the 
leader may offer opportunities to 
demonstrate capabilities.  
2. Role-making: In the second phase, the 
leader and member take part in an 
unstructured and informal negotiation 
whereby a role is created for the member 
and the unspoken promise of benefit and 
power in return for dedication and 
loyalty takes place. Trust-building is 
very important in this stage, and any 
feelings of betrayal, especially by the 
leader, can result in the member being 
demoted to the out-group. This 
negotiation includes relationship factors 
as well as pure work-related ones, and a 
member who is similar to the leader in 
various ways is more likely to succeed. 
This perhaps explains why mixed gender 
relationships regularly are less 
successful than same gender ones. The 
same effect also applies to cultural and 
racial differences.  
3. Reutilization: In this phase, a pattern 
of ongoing social exchange between the 
leader and the member becomes 
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established. Being a successful or in-
group member usually includes being 
similar in many ways to the leader. The 
members work hard at building and 
sustaining trust and respect. The 
members are often empathetic, patient, 
reasonable, sensitive, and are good at 
seeing the viewpoint of other people, 
especially their leader. Aggression, 
sarcasm and a self-centered view are 
qualities seen in the out-group (Kreitner 
and Kinicki, 2004). 
The quality of the LMX 
relationship varies. It is better when the 
challenge of the job is extremely high or 
extremely low. The size of the group, 
financial resource availability and the 
overall workload are also important. The 
theory can also work upwards as well. 
The leader can gain power by being a 
member of his or her manager's inner 
circle, which the leader can then share 
with subordinates. 
Limitation of Leader-member Exchange 
Theory 
The main limitation of leader-
member exchange research is that it is 
not particularly helpful in describing the 
specific leader behaviors that promote 
high quality relationships. At best it only 
implies generalities about the need for 
leaders to show trust, respect, openness, 
autonomy and discretion (Kreitner and 
Kinicki, 2004). 
An effective executive does not 
need to be a leader in the sense that the 
term is now most commonly used. Harry 
Truman did not have one ounce of 
charisma, for example, yet he was 
among the most effective chief 
executives in U.S. history. Similarly, 
some of the best business and nonprofit 
CEOs were not stereotypical leaders. 
They were all over the map in terms of 
their personalities, attitude, values, 
strengths, and weaknesses. They ranged 
from extroverted to nearly reclusive, 
from easygoing to controlling, from 
generous to parsimonious (Drucker, 
2006) 
The first tow practices gave them to 
knowledge they needed. The next four 
helped them convert this knowledge into 
effective action. The last two ensured 
that the whole organization felt 
responsible and accountable (Drucker, 
2006)  
The true leader seeks no approval 
from the team, and in situations where 
he or she feels the team could or should 
be doing better must stand alone in 
putting that before the team. The art of 
such judgments is to put before the team 
a challenge that is at once a stretch for 
the team but is also achievable. It is the 
leader who has the responsibility for the 
increase in goals, and some people will 
actively or passively resist the challenge 
and will show no energy of challenge. 
All of these obstacles must be overcome 
by the leader if he or she is to bring the 
team to realize the power and potential 
of each person in that team. As already 
stated, personal growth and an increase 
in satisfaction through success is only 
comfortable in retrospect. It will be 
resisted in advance and resented in 
reality. It is the leader who guides the 
people through the emotional obstacles 
by having a realistic and achievable goal 
and showing how to get there (Little, 
2006). You can do it with your team, 
simply by actively applying the ideas 
presented. (Little, 2006) 
Leadership is coping with change. 
In recent years, the world has become 
more competitive and volatile. There is a 
need to cope with globalization, 
technological changes, international 
competition, deregulation of markets, 
and other breakthroughs in the business 
world (Zarate, 2006). 
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Leadership affects all of us. 
Whether we work in a hospital, 
government office, or university, we, in 
one way or another, supervise other 
people. Whether we are called upon to 
be involved in leading government or 
business, guiding young minds, leading 
a family, standing for what is right, or 
organizing a dinner, a car pool, or a 
household, everyone has a leadership 
role to play. We are each thrust into 
many different leadership roles again 
and again, throughout our lives. Our 
behavior as a leader has a direct impact 
on staff performance, productivity, 
satisfaction, and turnover. Not only are 
we impacted by it, but we also are all 
called upon to exercise it (Halan, 2005). 
Leaders who work really hard and 
exhibit very high competence can 
influence their bosses. So in that respect, 
they have become leaders of leaders. But 
leading peers is another kind of 
challenge. In fact, for highly productive 
people who create feelings of jealousy 
or resentment because of their 
relationship with their bosses, leading 
peers can be especially difficult. If the 
leaders in the middle who lead up are 
seen as political or as brownnosers, then 
their peers may reject any overtures 
toward leading across (Maxwell, 2005). 
Bendulo (2006) concluded in his 
study that the public elementary school 
principals of the Cebu City Division 
possess important personal values 
however they need to improve on the 
least important personal values as 
perceived. 
He further concluded that there is 
no significant difference between the 
level of leadership skills both in 
administrative and supervisory skills as 
perceived by the teachers and the 
principals themselves, thus the 
hypothesis is accepted. The theory 
espoused by Ungar and other authorities 
to which this study is anchored are 
proven in this study. 
According to Rackman (2001) as 
cited by Medrano (2007)  leadership 
problems, including inconsistent, 
missing, too-strong or uninformed 
leadership (at any level in the 
organization), evidenced by: avoiding 
conflict, “passing the buck” with little 
follow-through on decisions; employees 
see the same continue issues in the 
workplace; and supervisors do not 
understand the jobs of their subordinates. 
Chailangkarn (2005) found that the 
school administrators’ personality traits 
in terms of emotional stability, 
consideration, objectivity, humility, 
alertness, leadership, reliability, 
refinement, sociability and flexibility 
were very satisfactory. The level of the 
school administrators’ managerial 
competencies in terms of management 
style, planning, information/ 
communication, time management and 
delegation were very satisfactory. There 
is a positive correlation between 
personality traits and level of managerial 
competencies. There is a positive 
correlation between personality traits 
and managerial competencies of school 
administrators. 
Maquiling (2008) concluded that 
educational leadership involves values, 
morals, and ethics. The purposes of 
education in the twenty-first century are 
to reflect the changing context of 
educational organizations. Educational 
administrators will have to create 
communities of reciprocal caring and 
responsibility. Creation of such 
communities can be accomplished only 
if educational leaders are authentic and 
truly human. 
Principle-centered leadership is 
based on the reality that we cannot 
violate these natural laws with impunity. 
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Whether or not we believe in them, they 
have been proven effective throughout 
centuries of human history. Individuals 
are more effective and organizations 
more empowered when they are guided 
and governed by these proven principles. 
They are not easy, quick-fix solutions to 
personal and interpersonal problems. 
Rather, they are foundational principles 
that when applied consistently become 
behavioral habits enabling fundamental 
transformations of individuals, 
relationships, and organizations (Covey, 
1990). 
Good leaders cope effectively with 
the management basics. They also have 
the skills to enthuse other to change, get 
a team to work together, secure 
agreement on key issues and inspire by 
example. It is useful, however, to make 
a distinction between management and 
leadership for two reasons. The first is 
that management is a crucial function in 
ensuring that short-term high-quality 
results are delivered. Good leadership is 
essential for achieving change and for 
keeping up the momentum of first-class 
performance over the long run. The 
second reason arises from answers that I 
get from professionals when I ask 
whether leadership and management are 
seen as strengths or weaknesses in their 
firms. Usually I learn that management 
skills appear to be stronger, in general, 
than leadership attributes. The reason 
given is that, for many professionals, the 
combination of temperament and 
training seems to equip them to cope 
more easily and successfully with their 
technical work and management 
responsibilities than with their 
leadership challengers. Many 
professionals have to work quiet hard, 
therefore, to cultivate the leadership 
skills that are needed if they are going to 
be successful team leaders (Smith, 2004).   
 
Conclusion   
It is necessary for educational 
leaders to be highly self-confident and 
possess outstanding leadership skills to 
carry out the objectives of their offices. 
Theories interpret the perception of 
successful leadership from various 
aspects. The reciprocal determinism is 
the idea that behavior is controlled or 
determined by the individual, through 
cognitive processes, and by the 
environment, through external social 
stimulus events. Self-confidence can be 
viewed as a belief in one’s ability to 
successfully influence an outcome. 
Behavior theory notes that leaders can 
be made, rather than are born. 
Successful leadership is based in 
definable and learnable behavior. The 
leader-member exchange theory of 
leadership focuses on the two-way 
relationship between supervisors and 
subordinates. Based on the above stated 
theories, it is clear that good leaders 
cope effectively with the management 
basics.  
Good leadership is essential for 
achieving change and for keeping up the 
momentum of first-class performance 
over the long run. In the 21st century, 
educational administrators, most 
important of all, have to create 
communities of reciprocal caring and 
responsibility. Creation of such 
communities can be accomplished only 
if educational leaders are authentic and 
truly human. 
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